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New T&C s - Still

Not Good

Today the Bank will announce details
of its revised terms and conditions
following negotiations with LTU.

Whilst we acknowledge that the Bank
has made a number of changes to its
original proposals, members will rightly
point out that the Bank is just simply
restating the current position in LTSB and
the fact remains that on the key issues,
most notably pensions, the position
remains the same.

These proposals do not go nearly far
enough and should be rejected by
members.

The Group’s proposals which remain unchanged are as
follows:

s Following the most cynical consultation process
ever undertaken the Bank announced recently
the imposition of changes to the bPnal salary
pension schemes. The Bank said it intends to limit
pensionable pay increases to 2% or RPI if lower,
for all staff in Pnal salary schemes unless of course
your christian names begin with E and A and your
surnames are Daniels and Kane.

s Changes to working hours for thousands of staff
through the imposition of new contracts which
don®t specify actual hours of work and work
patterns. This is a major threat to thousands of
staff.

s To introduce a new money purchase pension
scheme for existing staff in 2011. Existing scheme
members who carry on contributing 2%, which
is what most of them pay at the moment, will
see their contributions from the Bank reduce
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signibcantly.

s Withdraw protected family health insurance from
3,000 LTSB Managers with effect from 1st January
2011. Remove the Health Screening benebt for
Managers in Bands 2-4 from 1st January 2011.

s Reduce sick pay entitlement for staff with less
than 4 years service.

The changes from the original proposal published in
December are as follows:

s Overtime rates for staff in Bands 6-8 will move
from the normal hourly rate back to 1.5.

s The debned criteria contained in the Lloyds TSB
mobility policy will now be extended throughout
the Group.

s The current car scheme, which allows Managers
to take cash or car, will remain albeit with some
restrictions on the number of manufacturers.

LTU will be balloting members shortly on the Bank's

final proposals with a clear recommendation that they
should be rejected. Members with any questions on this

Newsletter can contact the Union’s Bedford Office on
01234 262868.
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Pensions Misery For 65k Staff

The Bank’s decision to impose the changes to the
final salary pension schemes will lead to misery for
thousands of staff.

£116k Worse Off

Members will recall that LTU asked Lane, Clark and
Peacock, a leading firm of Actuarial advisers, to look

at ten typical jobs across the Group to determine the
potential loss in pension benefits members would suffer
if the Bank’s proposals were implemented. Details of
that analysis are set out in the table below.

The average loss in pension benebts for this group of

ten typical individuals would be £116,300. The Local
Director and Senior Manager Commercial Banking

who were coming towards the end of their careers

in the Bank would lose pension benepts of £191,000

and £133,000 respectively. Those staff who expect
promotions in the future are going to be hit particularly
hard by the Bank’s imposed pension scheme changes
and many of those will no doubt leave for higher basic
salaries elsewhere when the economy picks up.

Staff Carry InR3ation Risk

Members of the final salary pension schemes
will also see their pensions exposed to inflation
for the first time. At the moment we are in

a period of rising inflation and that could
continue. The Bank of England publish an
implied inBation curve which suggests that
inRBation will be 3.1% over the next 10 years

and 3.7% over the next 20 years. If inflation is
higher than the 2% pensionable cap proposed
by the Bank then the value of pensions at

PIP Members Worse Off

The Bank is proposing to move members of the PIP
schemes across to a new scheme in 2011. This new
scheme will be contracted-in, with no minimum
age limit, automatic enrolment and with a default
contribution of 3%.

Of the 20,332 members of the LTSB PIP schemes, 15,621
pay the default contribution of 2% and the Bank makes
a contribution of between 6.5% and 10.5% dependent
on age. Under the new scheme those 15,621 members
of the LTSB PIP schemes can either maintain their 2%
contributions or increase them to 2.5% in year 1 and
then increase them to 3% thereafter in addition to
paying increased National Insurance contributions.

Those who keep their contribution at 2% (plus National
Insurance which will mean an extra 1.5%), which will be
the majority of staff, will see their contributions from
the Bank reduce by 0.5% for those aged 25-30, 2.5% for
those aged 30-45 and 4.5% for those aged 45+.

The Bank is offering staff the opportunity to save more
and get more but knowing full well that in the present
climate most staff will not be able to afford it.

Estimated

retirement will be significantly eroded.

If the Bank of England is right and

inRation averages 3.7% then the real
value of pensions for Lloyds Banking

Group staff will be reduced dramatically.

The Bank has always carried the inflation risk

and the value of your pension at retirement

was protected as long as pay kept pace with
inflation rises. However, in future because your

pensionable pay would be capped at 2%, any

salary or promotional increases above that
Pgure will be lost.

OlossO in Estimated
respect of OlEeE0) |fn
capping rizpe?rt] <
Current | pensionable pensFi)c[))na%Ie Total
Salary ss(l;r;/i é(r)]r salary for laloss5e)
benebts (eIl
already bﬁn?bts in
accrued SIS
IT Project Manager £46,500 £89,000 £48,000 £137,000
HR Business Partner £59,200 £89,000 £89,000 £178,000
Local Director £89,000 £152,000 £39,000 £191,000
Customer Assistant £15,000 £17,000 £30,000 £47,000
Senior Personal £24,500 £35,000 £41,000 £76,000
Senior Manager £71,500 £113,000 £20,000 £133,000
Branch Manager £35,000 £56,000 £48,000 £104,000
Financial Consultant £32,000 £59,000 £31,000 £90,000
Mortgage Specialist £23,000 £33,000 £26,000 £59,000
Senior Manager £62,000 £103,000 £45,000 £148,000
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Pay & Grading In LBG

All existing grading structures will be replaced by a
new one based on the current Lloyds TSB banding
structure.

To recap there will be 7 broadbands, A-G, in the

new grading structure and the majority of staff will

be automatically readacross into the new grading
structure based on their current band. Staff who have
been involved in one of the Waves of Integration will
need to conbPrm with their line management the Hay

Job Evaluation Score for their new role in order to
determine their new Band. The table below shows the
readacross from the LTSB and HBOS grades to the LBG
grades.

Lack Of Transparency

The Bank is proposing to remove the Oupper® and
OlowerQ levels at Bands 2 and 3 and just have minimums
and maximums with no zones and with pay being
managed by Line Management with information
provided by HR on market positions for the different
functional markets. Our concern with this approach is
that it lacks any transparency and creates a pay free

for all. Moreover, the introduction of broadbands goes
against the advice of the Equality & Human Rights
Commission and could lead to equal pay problems in
the future. There will also be some Managers at the top
of the OupperO levels who could see their pay managed
progressively downwards over the next few years. That
at a time when pensionable pay increases are going to
be limited to 2% or RPI whichever is the lower.

LTSB Banded Structure

Band 8 0 166

Salary Increases For Some Staff

The mechanics of the pay system will remain very
similar to the zonal pay system that currently operates
in Lloyds TSB. The salaries for staff in Bands 8-6 (A-C)
will be managed against local market data based on
the location of the branch/ofpce where they work.

Members will recall that following the publication of
the harmonised salary scales in January there were
a signibcant number of staff who were positioned
below the new minimum salary levels for their Bands
and those staff were due salary increases to take

E 638 2534
D 935 2178
C 1775 1209
B 2432 676
A 1547 435

them to the minimum of the scales following the
implementation of the new harmonised terms and
conditions. The table above shows the average increase
by grade for those staff being moved to the minimums.
Those increases will all be pensionable.

Combined Grade Proposal

To join call 01234 262868...

today!




LTUOs T&C Grade Impact Analysis

Band
(LBG)

Band
(LTSB)

Pensions
(GLEIREIETRY)

0

Pensions
(Money Purchase)

0

Status Cars

Medical
Cover

00 00

Health Screening

00

A 8 Increase in Pensionable 2% default rate of staff Move to local Market No change. No change. | No change.
Salary restricted to lowest | contribution will lead to rates. Could see
of 2%, RPI or increase on cut in Bank contribution of | limitation on pay. 1,547
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift.
pension benefits slashed by | to pay more to get higher
up to £400,000 Bank contributions.
B 7 Increase in Pensionable 2% default rate of staff Move to local Market No change. No change. | No change.
Salary restricted to lowest | contribution will lead to cut | rates. Could see
of 2%, RPI or increase on in Bank contributions of limitation on pay. 2,432
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift.
pension benefits slashed by | to pay more to get higher
up to £400,000 Bank contributions.
C 6 Increase in Pensionable 2% default rate of staff Move to local Market No change. No change. | No change.
Salary restricted to lowest | contribution will lead to cut | rates. Could see
of 2%, RPI or increase on in Bank contributions of limitation on pay. 1,775
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift.
pension benefits slashed by | to pay more to get higher
up to £400,000. Bank contributions.
D 5 Increase in Pensionable 2% default rate of staff Move to local Market No change. No change. | No change.
Lower Lower Salary restricted to lowest | contribution will lead to cut | rates. Could see
of 2%, RPI or increase on in Bank contributions of limitation on pay. 935
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift.
pension benefits slashed by | to pay more to get higher
up to £400,000. Bank contributions.
D 5 Increase in Pensionable 2% default rate of staff Move to local Market No change. No change. | No change.
S5PPER| 5P P E R| Salary restircted to lowest | contribution will lead to cut | rates. Could see
of 2%, RPI or increase on in Bank contributions of limitation on pay. 935
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift.
pension benefits slashed by | to pay more to get higher
up to £400,000. Bank contributions.
E 4 Increase in Pensionable 2% default rate of staff Move to local Market Current scheme to Approx Benefit to be removed
Lower Lower Salary capped at the lowest | contribution will lead to cut | rates. Could see apply but with fewer 3,000 from 1.1.2011. Worth
of 2%, RPI or increase on in Bank contributions of limitation on pay. 638 manufacturers. Reduced | Managers | to £270.
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift. hours staff to get pro will lose
pension benefits slashed by | to pay more to get higher rata allowance. protected
up to £400,000. Bank contributions. family cover
E 4 Increase in Pensionable 2% default rate of staff Move to local Market Current scheme to Approx Benefit to be removed
5PPER| 5P P E R| Salary restricted to lowest | contribution will lead to cut | rates. Could see apply but with fewer 3,000 from 1.1.2011. Worth
of 2%, RPI or increase on in Bank contributions of limitation on pay. 638 manufacturers. Reduced | Managers | to £270.
offer. Depending on salary | up to 4.5%. Staff will have | staff to get uplift. hours staff to get pro will lose
pension benefits slashed by | to pay more to get higher rata allowance. protected
up to £400,000. Bank contributions. family cover
F 3 Increase in Pensionable 2% default rate of staff Move to local Market Current scheme to Approx Benefit to be removed
Lower Salary restricted to lowest | contribution will lead to cut | rates. Could see apply but with fewer 3,000 from 1.1.2011. Worth
5 P p | [f 2%, RPl or increase on in Bank contributions of limitation on pay. manufacturers. Reduced | Managers | to £270.
offer. Depending on salary | up to 4.5%. Staff will have hours staff to get pro will lose
pension benefits slashed by | to pay more to get higher rata allowance. protected
up to £400,000. Bank contributions. family cover
G 2 Increase in Pensionable 2% default rate of staff Move to local Market Current scheme to Approx Benefit to be removed
Lower Salary restircted to lowest | contribution will lead to cut | rates. Could see apply but with fewer 3,000 from 1.1.2011. Worth
5 p p g [8f 2%, RPl or increase on in Bank contributions of limitation on pay. manufacturers. Reduced | Managers | to £270.
offer. Depending on salary | up to 4.5%. Staff will have hours staff to get pro will lose
pension benefits slashed by | to pay more to get higher rata allowance. protected
up to £400,000. Bank contributions. family cover
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Bank is reverting back to
current LTSB policy.

@ Negative Impact

Working Hours

New contract will result in
Line Managers attempting
to move to full flexible
contracts for all staff.

London Allowance

Unlike for HBOS staff,
the allowance will not be
consolidated.

Slight increase in on-target
bonus dependant on
Group performance.

Sick Pay

Significant reduction for all
staff with less than 4 years
service.

Positive Impact

Holidays

+]=)

Increase of 1 or 2 days
depending on length of
service.

Bank is reverting back to
current LTSB policy.

New contract will result in
Line Managers attempting
to move to full flexible
contracts for all staff.

Unlike for HBOS staff,
the allowance will not be
consolidated.

Slight increase in on-target
bonus dependant on
Group performance.

Significant reduction for all
staff with less than 4 years
service.

Increase of 1 or 2 days
depending on length of
service.

Bank is reverting back to
current LTSB policy.

New contract will result in
Line Managers attempting
to move to full flexible
contracts for all staff.

Unlike for HBOS staff,
the allowance will not be
consolidated.

Slight increase in on-target
bonus dependant on
Group performance.

Significant reduction for all
staff with less than 4 years
service.

Increase of 1 or 2 days
depending on length of
service.

Bank is reverting back
to current LTSB policy.
Also introducing new
exceptional hours policy.

New contract will result in
Line Managers attempting
to move to full flexible
contracts for all staff.

Unlike for HBOS staff,
the allowance will not be
consolidated.

Increase in on-target
bonus dependant on
Group performance.

Significant reduction for all
staff with less than 4 years
service.

Reduction by 1 or 2 days
for those with less than
5 years service. Holiday
protected until end of
2012.

Bank is reverting back
to current LTSB policy.
Also introducing new
exceptional hours policy.

New contract will result in
Line Managers attempting
to move to full flexible
contracts for all staff.

Unlike for HBOS staff,
the allowance will not be
consolidated.

Increase in on-target
bonus dependant on
Group performance.

Significant reduction for all
staff with less than 4 years
service.

Reduction by 1 or 2 days
for those with less than
5 years service. Holiday
protected until end of
2012.

Bank is reverting back New contract will result in | Unlike for HBOS staff, Increase in on-target Significant reduction for all | No change.
up to current LTSB policy. Line Managers attempting | the allowance will not be | bonus dependant on staff with less than 4 years
Also introducing new to move to full flexible consolidated. Group performance. service.
exceptional hours policy. contracts for all staff.
Bank is reverting back New contract will result in | Unlike for HBOS staff, Increase in on-target Significant reduction for all | No change.
up to current LTSB policy. Line Managers attempting | the allowance will not be | bonus dependant on staff with less than 4 years
Also introducing new to move to full flexible consolidated. Group performance. service.
exceptional hours policy. contracts for all staff.
Bank is reverting back to New contract will result in | Those moving to a lower Increase in on-target Significant reduction for all | No change.
up current LTSB policy. Line Managers attempting | grade or inner to outer bonus dependant on staff with less than 4 years
to move to full flexible London, will have their Group performance. service.
contracts for all staff. allowance consolidated
into salary. Change is fully
pensionable, based on
future salary only.
Bank is reverting back to New contract will result in | Those moving to a lower Increase in on-target Significant reduction for all | No change.
up current LTSB policy. Line Managers attempting | grade or inner to outer bonus dependant on staff with less than 4 years

to move to full flexible
contracts for all staff.

London, will have their
allowance consolidated
into salary. Change is fully
pensionable, based on
future salary only.

Group performance.

service.
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Terms and Conditions

The details of the BankOs revised proposals for Phase 1
of our discussions are set out below:

Hours Of Work - Major Threat

The proposed new contracts of employment do not
specify current work patterns and make it clear that
the actual time and days staff will be expected to work
will be communicated to them by their Line Manager
following the introduction of the new contracts.

Our concern is that under pressure from above

Line Managers will as a direct consequence of the
introduction of the new contracts be forced to try
and change existing hours of work in order to create
a more Rexible workforce within the new working
window, which is Monday to Saturday 8am - 8pm.

Staff will be pressured into changing their hours
of work. We've already heard from some members
who have been told that once the new terms and
conditions are introduced they will be expected to

change their hours of work and become more flexible.

Mobility Protection

Currently staff who are required to move branch/

ofbce at the BankOs request can reasonably refuse that
move if itOs more than 25 miles and takes longer than

1 hour and 15 minutes by public transport. Even with
moves within those parameters the Bank is under an
obligation to take into account personal and domestic
circumstances.

The Bank had proposed staff being moved around
branches like migrating wildebeest at the whim of
the Bank. What is ‘reasonable’ would be at the sole
discretion of the Bank. That was unacceptable.

The Bank has now said that it will adopt the LTSB
mobility policy and that will be extended across the
Group.

Cash or Car Option - Reprieved

The Bank had proposed that Managers who do less
than 12,000 business miles a year would lose their
entitlement to status cars and would instead be forced
to take a cash allowance following the transition
period. Managers who do more than 12,000 business
miles would be able to keep a status car but it would

be from a restricted list of manufacturers.

The Bank has now said that staff at Grade E and above
will still be able to take cash or a car but that will from

a restricted manufacturer list and limited to cars with
C02 emissions of 160g/km or below.

There are currently 530 LTSB Managers who work
reduced hours but are entitled to the full time
equivalent benebt regardless of whether they take the
cash or car. Those Managers will be able to carry on
with that benebpt for a period of 4 years and then it will
be removed. That is unaccpetable. Those Managers all
of whom do more than their contrated hours should be
entitled to the full benebt.

Members will recall that the Opermit to driveQ
assessment would involve the Bank scrutinising your
license to check on your penalty points and a check on
the road worthiness and age of your vehicle. The Bank
has said that policy will now be discussed at a later
date and will not be included in the new policy.

Family Medical Cover - No Change

There are 3,000 Lloyds TSB Managers who currently
receive family medical cover and that will cease from
1st January 2011. Thereafter they will be entitled to
individual cover only. There are currently 530 staff in
C&G who receive protected individual cover and that
will also cease on the 1st January 2011.

The cost of providing alternative cover will be very
expensive and pre-exisiting conditions for family
members covered by the current insurance will be
excluded.

In Lloyds TSB, Managers in Bands 2-4 who are 50+ are
entitled to receive free health screening biannually.

This benebt is currently available to 6,000 Managers.
The Bank is proposing to remove this benepbt from 1st
January 2012. Managers will be entitled to receive one
more screening before the benebtis re moved. In the
grand scheme of things itOs small change but says a lot
about what the Bank thinks of its Managers.

Holidays - Better For Some

The Bank are proposing to make changes to the
current holiday entitlements with effect from 1st
January 2011. 23,200 staff in heritage Lloyds TSB will
get an additional 1-3 days holiday per year. 2,900 staff
all at Band 5 will lose between 1-2 days holiday. The
Bank has now said that for those staff whose holiday

To join call 01234 262868... today!




entitlement reduces the period of protection will be
extended until the end of 2012.

The Bank has said that the holiday banking scheme,
life event leave, which about 1,000 staff use every year,
and Out of Season holidays, which currently apply only
to staff in Offshore Banking will be removed. Holidays
already banked will be honoured and staff will be able
to take it in the normal way.

In respect of Life Event Leave the Bank has now said
that will cease at the end of July 2010 and booked leave
will need to be taken by the end of March 2011.

Sick Pay - Reduced

Those staff with less than 4 years’ service in the Bank
will see their sick pay entitlements reduced. In HBOS
all staff will see their sick pay entitlements reduced
significantly.

Territorial Allowances - Consolidated

Staff in Bands F and G will have their London Allowance
consolidated into their salary but it will be pensionable
for future service only.

The South East Allowance will also be consolidated
into pay for all staff at the point the new terms and
conditions become effective, but again it will be
pensionable for future service only.

Following the decision to reduced the boundaries,
those members now ineligible for London Allowance
will have the difference consolidated into their salary.

[tu —
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Members who are moving from Central to Outer
London will have their allowance consolidated into
basic pay.

Staff in Bands A to E will continue to receive stand
alone allowances. We are aware that there are many
staff in HBOS in Bands A to E who had their London
Allowance consolidated many years ago and they will
be working alongside heritage LTSB staff who get the
stand alone allowance. HBOS staff will get the benefit
of that consolidation when it comes to overtime,
bonuses and flex pot payments whereas their LTSB
colleagues will not. That is unacceptable. Both groups
of staff should be treated in the same way.

SPBMOs - Benebts To Be Reviewed

The PBM'’s and SPBM’s role has been evaluated at Grade
C under the new grading structure. We know that there
are 750 SPBM'’s who receive protected single medical
cover and 30 days holiday and those would be lost as a
result of the harmonisation of terms and conditions.

LTU and the Bank have agreed to review the current
benefits for PBM’'s and SPBM'’s separately. That review
will also look at pay, bonuses and overtime for this
population. A similar review is being conducted for FA's
and SWPM'’s.

LTU To Ballot Members

LTU has always said that its policy on the new terms
and condition will be decided by members. However,
like any responsible Trade Union LTU is giving a clear
recommendation on how members should vote.

LTUGs is recommending that all
staff reject the BankOs latest
proposals.

LTU's ballot will go out to members shortly.

In the meantime, we would like to hear from members
about what they think of the Bank’s proposals and you
can do that as follows:

s CONTACIHENIONEDFORDC O N
01234 262868

s emailing us with your views at 24hours@
[tu.co.uk.

s Registering yours views and debating the
BankOs proposals with fellow members of
STAFEINES E&ORAMWWW LTU CO
eforum.

Mark V Brown
Assistant General Secretary

To join call 01234 262868E today!
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tu Membership Application
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LTU, St JohnOs Terrace, 3-7 Ampthill Street, Bedford MK42 9EY Tel 01234 262868 Fax 01234 262821 www.ltu.co.uk 24hours@Itu.co.uk
Title | Vassar Smith Fund |
Surname The Vassar Smith Fund is a registered charity which provides support and
financial assistance to current, retired and former members of staff and their
Forename(s) dependants.

If you would like to contribute to the Fund tick this box to make a monthly
contribution of 10p or, if you would like to donate more
simply write the amount you would like us to add to y

subscription in the same box.

Y Y YaYe

Home address

(
(
(

Postcode

| Subscription Category... 2010 |

LTSB Bands 1to 4 / HBOS Levels 4 to 9 £11.75 p.m. C)

LTSB Band 5 / HBOS Level 3 £11.05 p.m. C)

Date of birth

LTSB Bands 6 to 8 / HBOS Levels 1 & 2 (25 and O£&6).25 p.m. C)

Payroll number LTSB Bands 6 t0 8 / HBOS Levels 1 & 2 (Under 25)£9.25 p.m. C)

Branch/Office/Dept LTSB & HBOS Part time (15 Hours and Over) £5.65 p.m. C)

LTSB & HBOS Part time (Under 15 Hours) £4.30 p.m. C)

Location code

OFor the purposes of the Trade Union Act 1984 and other statutory reqiirements |
authorise the Union to use my work address as my Oproper addressO tp which any
communications may be sent.0

Home telephone

Work telephone

Personal Email address

Work Email address

Signature Date

Job title

Please tick if you do Not wish to receive marketing information fntn-ij

Pay band / level and LTU's insurance partner Holiday Choice Ltd.

(D WA WA DA WU 2 W W WP W WD WD WD WA WA D S W P N

Y Y Y Y Y Y Y YA Yy

Date of joining group To receive LTU newsletters by email ... tick here D
Email address preference (please tidkgrsonal Work C)
Instructions to your Bank or Building Society Originators Identification Number
u to pay by Direct Debit 83027 7] ®D|REC_T
co.uk  Please fill in the whole form and send it to: Debit

Lloyds TSB Group Union, St JohnOs Terrace, 3-7 Ampthill Street, Bedford MK42 9EY
4. Bank or Building Society Account Number

1.Name and full postal address of your Bank or Building Society l ‘ ‘ ‘ ‘ ‘ ‘ ‘ ‘

To: The Manager 5. Lloyds TSB Group Union reference no.
Address Bank or Building Society| ‘
6. Instructions to your Bank or Building Society. Please pay Lloyds TSB Group Union Difect Debits
Postcode from the account detailed on this instruction subject to the safeguards assured by Th¢ Direct Debit
Guarantee. | understand that this instruction may remain with Lloyds TSB Group Unign and, if so,
2. Name(s) of account holder(s) details will be passed electronically to my Bank/Building Society.
l ‘ Signature(s)
3. Branch sort code l ‘ l ‘ l ‘ Date
The Direct Debit Guarantee This Guarantee should be detached and retained by the Payer.

f 7KLV *XDUDQWHH LV RIITHUHG E\ DOO %DQNV DQGDQXHOGRQILZRFDEBW LEHV/ OVRABW MDN HURKXBVWS QORWKRHU \RXU %I
'LUHFW '"HELW 6FKHPH 7KH HI(FLHQF\ DQG V H Faxelguabbhtéedl IV BindbimikétiRtd réfdhdRrBryloMy Bréhthf h&@«nount paid.
protected by your own Bank or Building Society.

¥ <RX FDQ FDQFHO D 'LUHFW '"HELW DW DQ\ WLRAH E\ ZULWLQJ W
¥ ,I WKH DPRXQWV WR EH SDLG RU WKH SD\PHQWI|&BE:Wdh¥a EdpPdD yodr k@R, 76% *URXS 8QLRQ
will notify you 10 working days in advance of your account being debited or as oth
erwise agreed.




